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Abstract 
In our century the most important institutional infrastructural tools (IIT) of the companies are knowledge management (KM), 
occupational health and safety (OHS), quality management (QM) and standardization. Beforehands OHS practices were just aiming 
to recover the results of the risks after they had occured; but nowadays a proactive approach is applied, in which precautions are 
taken and also the psychological and social mood of the employees, ergonomics, work load, workplace conditions and managerial 
applications are taken into consideration. The relationship between all these IIT and a new concept which is lean start-up, that 
means to deliver the most simple and pure product or service to the customer is not known yet. Besides; in between IIT, of which 
are influential on the intrapreneurship of the employees are needed to be understood. In this study we discuss the effects of these 
IIT on the employee performance and organizational effectiveness with the mediating role of lean intrapreneurship.       
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1. Introduction 
 In the organizations the knowledge management (KM), quality management (QM) and organizational health and 
safety (OHS) have organizational outcomes in addition to the positive impacts on human resources of the companies. 
By QM and other managerial techniques IIT create an entrepreneural organizational environment and effectiveness. 
The aim of this study is to understand the difference in public and private sectors in Turkey, in terms of the 
individualistic performance perception and organizational effectiveness of IIT with the mediating role of lean 
intrapreneurship (LI). 
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2. The Impacts Of IIT On The Employees  
 Safety climate is described as the personal perceptions on the policies, procedures and actions aiming to establish 
the workplace safety or the safety perceptions of the employees in the working environment (Clarke, 2010). Also the 
accreditation standards and international process models have different impacts on the companies and employees 
(Uslu et al., 2010). Lean approach has been applied in order to enhance the optimization and processes in production 
management for a long time. Lean start-up is opposed to the traditional models as focusing on the individuals, which 
establishes a process model from the customer to the source (Ries, 2011). So the last point of the process is if the IIT 
is proper for the model or not.     
2.1. Institutional Standards And QM 
 Quality is the capacity of the products and services in providing the needs and expectations of the customers. This 
concept is emerged as a production concept; but turned out to be a management philosphy nowadays. Quality is 
described in the service sector as ‘the degree of excellence or convenience to the standards of the variant parts of the 
service system’.  
 
 In our century one of the most important life sources of the companies who aim to be institutionalized is quality. 
So the sustainable existence of the companies depends on their production of qualified goods and services (Yılmaz, 
2007). In this respect quality improvement process has a lot of positive results in organizational and individual level. 
 
 Besides organizational outcomes such as producing more products and services, increasing productivity, reducing 
absences and quitting work, and strengthening the relationships between departments and sections, QM also has 
individual outcomes such as perceived performance, increasing self-confidence, fair distribution of the rewards, 
employees feeling better about themselves and having more authority. Also, during the quality improvement process, 
the employee participation in the decision making process helps them boost their motivation towards their work, 
causes them to get stronger and take charge. Human is the basic unit of the quality concept. Appreciating his value, 
trusting him, taking care of his needs, being at the top of the needs hierarchy, and his happiness; briefly, being a 
“quality human being” in fact form the basic objective of the quality philosophy. Amongst the predecessors of this 
transformation, comes the structural applications of the institution, meaning when the viewpoint of the board of 
directors could be explained to the employees and when this could be properly managed, we can then talk about a 
continuous quality improvement and quality human beings as individuals. Because of this reason, quality objectives 
are hung in places that the employees can easily see, quality circles are formed, and the employees become a part of 
these processes. 
2.2. The Impact Of KM On Employees 
 KM has created lots of changes in both company lives and our daily lives. We have new models for inside and 
outside organizational communication by the development of KM. With the established KM system in the companies, 
the employees feel empowered and achieve their individualistic and organizational goals better. KM also provides 
interactive communicative skills, simplified organizational learning processes, increased business life quality and self 
control on the work-private life equilibrium. So the traditional walls leave themselves to the collaborative business 
culture and positive results are created on employees. In the companies, in order to establish an influential KM 
management system, the managers should understand the emphasis of the social interaction, communication and 
institutionalization (Nonaka and Takeuchi, 1995). While Drucker (1993) saw the information system as the only way 
that would lead the company’s to success, Nonaka and Takeuchi (1995) claimed that to continuously create 
innovations would be possible by creating a database on inner and outer information concepts. 
 
 Barutcugil (2002) defines KM as creating the information, keeping it on hand, sharing, and developing.  Also, in 
order to acquire the organizational objectives in a better way, the author sees knowledge management as a new 
discipline that helps present, share and apply the information to all the agents (to the individuals, teams and the whole 
organization) collectively and systematically. Thus, the author includes information communication concept and its 
applications in the management process. 
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 KM, informatics and information technology have made strong changes in the work life just like in every aspect of 
life. The rapid development of information and communication technologies have been changing the organizational 
structure, business and work methods, manager and employee profile, and in general work life, and  have been 
bringing out new models particularly in communication in inside and outside the organization. 
 
 Through the KM systems, and informatics, the employees, who have been adequately informed of the institution’s 
strategy, general performance, and other units’ work, feel stronger and reach their individual and organizational 
objectives.  Sharing information and increasing cooperation, employees with more authority and autonomy, mutual 
communication opportunities, eased down organizational learning processes, increasing quality of work life and the 
balance of work-private life with the employees switching to their own autonomy, the destruction of traditional walls, 
and the formation of the sharing and cooperation culture with have positive impacts on the employees. 
 
 As can be seen, interaction that forms as a result of sharing every single type of information, expectation, emotion 
and thought has both social and organizational functions. These functions can be classified as education and 
development, unified, innovation, persuasion, guidance, communication, coordination and conflict management (Saal 
and Knight, 1988; Ozcaglayan, 1998). In order to bring the business to the target quality and for the decision making 
mechanism to work in a healthier way, the institution should relay all the information regarding job description and 
processes (Uslu and Demirel, 2003). The information being relayed to all the employees to make business more 
competitive is provided by an effective communication model with a feedback mechanism and infrastructure (Uslu 
and Demirel, 2003). In the KM activities, communication methods, techniques, and channels are heavily utilized, and 
because of this reason, in your writing, it is emphasized that the communication aspect has a stronger influence than 
the management aspect of KM (Capar, 2002), meaning that KM applications especially through communication 
influences outcomes. As a result of this, in order for the information to be shared in the institutions, managers who 
understand the importance of social interactions and communication with the employees and an institutional 
management are needed, because socialization of the individuals in the business is one of the dynamics of the KM 
(Nonaka ve Takeuchi, 1995). 
 
 In the study to analyse the influence of KM on organizational entrepreneurship a significant relationship is found. 
Except knowledge application; knowledge acquisition, knowledge conversion, knowledge protection, culture, 
structure and technology has highly significant relationship with organizational entrepreneurship (AbdeAli and 
Moslemi, 2013). KM is a mean to encourage corporate entrepreneurship in the companies. Knowledge creation is the 
most determinant part of this process. On the other hand knowledge utilization can’t be disregarded as an important 
factor in knowledge based economy (Soleimani et al., 2013). 
2.3. Intrapreneurship and Lean Start-Up  
 Intrapreneurship can be described as the involvement of the employees in the innovation activities of the firms 
mentally. Pinchot (1985) expresses the concept as the imagination which takes the responsibility to create innovation. 
Intrapreneurship depends on the existance of the innovative environment in the firms (Morris and Kurakto, 2002). 
Intrapreneurs are the employees who have a tendency to be an entrepreneur in the company and can activate their new 
ideas and methods in the companies in order to increase the management performance (Kirby, 2003). 
 
 On the other hand, lean start-up is defined as depending on the information gathered from the customers with a 
humanitarian view, the methodology of developing effective new business processes, goods and services with 
minimum resources simply and fastly (Ries, 2011). This methodology consists of three steps which are establishment, 
measurement and learning. The difference between entrepreneurship and lean start-up is the customer focus in the 
second one. Because lean start-up is based on the customers’ views about the development of the business processes. 
 
 A lot of studies mentioned about the comparison between start ups and big companies in business innovation 
literature. In parallel with resources large companies are expected to be more innovative; whereas a lot of new 
products and services are created by start ups. According to Ries “lean” word comes from the Toyota Production 
System in Japan. This means to separate the valuable processes from the waste ones. On the other hand, lean start up 
idea is different as referring itself to the innovation concept on its own (Ries and Euchner, 2013).  
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 In the study (Sijde et al., 2013) the perception of the conditions in the organization and intrapreneural behaviour 
are measured. Results highlight that firm size is related with intrapreneurship; large companies tend to have more 
relative to smaller companies. If organizational conditions support intrapreneurship more, people feel more positive 
and score more about organizational conditions and intrapreneurship behaviour questions.  
 
 In the companies entrepreneurial spirit dimensions are passion, internal ecosystems, organizational climate, 
internal cooperation, organizational support, management support and availability of rewards and resources (Aned O 
and Alya O, 2013). 
 
 Sigler and Pearson (2000), in their study, determined that an organizational climate that strengthens its employees 
has a significant effect on individual performance. Institutional support and positive interventions associated with the 
business appear to have improved performance. (Cameron et al, 2004). For this reason, institutional applications as 
mentioned can be assumed to be effective on the employees who work directly and indirectly. 
 
3. Methodology 
 
3.1. Research Goal 
 
 The studies about the impacts of IIT on organizations and individuals are limited in the literature and in Turkey. In 
our survey we used questionnaire method to the convenient sampled 585 employees in Istanbul. A 6-item scale was 
presented to the respondents that would allow them to conduct evaluations regarding each entry. (1 = never, 6 = all the 
time). Demographic analysis for the findings, factor and reliability tests and regression analyses were performed with 
SPSS 18.0 statistical software package. Factor analysis towards findings and progressive intermediary variable tests 
are carried out by verifying different models. For the purpose of determining the intermediation roles of the 
intermediary variables, three-step method proposed by Baron and Kenny (1986) was adapted to our research. 
 
 Hypotheses: 
 
 H1. According to OHS, QM, KM, LI, individual performance and organizational effectiveness, there are 
significant difference between public and private sector. 
 
 H2. There is a strong positive relationship between the OHS, QM, KM, LI, individual performance and 
organizational effectiveness.  
 
 H3. In private sector, LI will function as a variable between the OHS, QM, KM and the organizational 
effectiveness. 
 
 H4. In public and private sector, LI will function as a variable between the OHS, QM, KM and the individual 
performance. 
 
3.2. Sample and Data Collection 
A printed questionairre was created to collect data associated with the variables in the research. These forms were 
handed to the employees who were selected using the convenience sampling method and were actively involved in the 
working life. In this way, a total of 585 questionnaires were collected from Istanbul. The questionnaire used in two 
parts: "Demographic Information Form" (8 items), and the "Corporate Standards Form" made up of 54 expressions, 
consists of a total of 62 questions. 
 
For other scales associated with institutionalization, JCI Accreditation Standards for (Joint Commission 
International, 2010), Organizational-Oriented Standards under the "Quality Improvement" (2010: 145-163) and 
"Knowledge Management" section (2010: 229-245) were the main ingredients used (Uslu and et al, 2010). 
"Occupational Health and Safety" developed by Choudhry and others’ (2007). In measuring the "Lean 
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Intrapreneurship”, Ries (2011), Erdem and others’ (2011) inventories are used. In constructing the "Perceived 
Individual Performance” scale, expressions were used that were added to the Williams and Anderson’s (1991), 
Welbourne and others’ (1998), Sigler and Pearson's (2000) inventories. In measuring the "Organizational 
Effectiveness”, Staples and Ratnasingham’s (1998) items are used. 
3.3. Analyses and Results 
 Demographic characteristics of the sample used in this study are as follows: 42% of female respondents and 58% 
of males and the mean age was 41. Of 83% bachelor's degree and the remaining 17% portion of the participants were 
the elementary, middle school and high school graduates The average working time among the participants was 
approximately 10,5 years in this business, and they have been in working life for an average of 18,5 years.  
 
 Factor analysis of the scales is shown in Tables 1 and 2. In order to determine the sub-dimensions of our variables 
and positive organizational behaviors, with varimax torsion in SPSS, exploratory (descriptive) factor and internal 
consistency analyses were performed. Each scale was run through the factor analysis separately, and their reliability 
was tested with Cronbach's alpha values, and the scales were translated in the following tables. Cronbach's alpha 
reliability coefficients of the scales were 0.70 and higher, therefore the scales were found to be reliable. Explanatory 
factor value for individaul work performance which is composed of two factors as perceived role and extra role 
performance with 15 variables is %68 (Table 2). 
 
 
Table 1: LI Factors and Internal Consistency Results 
 
LI Item Weight 
Factor 1: LI (Dimension Explanation =%23,106/Cr. Alpha=%82,9) 
I suggest new and innovative methods which bring long term profit for my company. ,730 
I look for and find information about the financial performance of our work. ,658 
I make constructive suggestions for my company’s development and sustainability. ,648 
I trust in myself during preparation of the budget increase offer about my working area. ,618 
Factor 2: Lean Management (Dimension Explanation =%22,944/Cr. Alpha=%74,6) 
I behave properly about my opinions, plans and actions. ,525 
I can design new methods which can solve the problems. ,519 
I think about the results and effects during my work. ,500 
I observe the effects and results of my behaviours. ,486 
I gather as much information as I can in new situations and steps in the actions to be taken. ,486 
I update my working style with my experiences. ,398 
Factor 3: Support To Working Friends (Dimension Explanation =%13,292/Cr. Alpha=%71,4) 
I make constructive suggestions to my working friends to improve their lives. ,557 
I encourage my working friends to try new ways for improving their work efficiency. ,557 
N 298 
Explanatory Factors (%): 59,342 
Kaiser-Meyer-Olkin Value: ,757 
Bartlett Value: ,000 
Approximate Chi-Square Value: 415,599 
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Table 2: Individual Performance Factors and Internal Consistency Results 
 
Individual Performance Item Weight 
Factor 1: Perceived Role Performance (Dimension Explanation =%35,508/Cr. Alpha=%92,7) 
I achieve my unit and team goals. ,795 
I am more successful than my competitors in my work. ,790 
I achieve my work targets more than my working friends. ,768 
My individual influence on the positive results of my work is high. ,763 
I achieve high standards with my work quality. ,758 
I do the most work with least sources. ,721 
I suggest the fastest solutions when a problem occurs. ,715 
I realize the responsibilities and tasks which are in my work description. ,704 
Factor 2: Extra Role Performance (Dimension Explanation=%32,182/Cr. Alpha=%91,6) 
I find ways to make my company and unit more successful. ,832 
I make suggestions to increase my unit’s total quality. ,811 
I apply the ways to increase the efficiency of my work. ,799 
I save my company from potential problems and obstacles. ,752 
I create a positive difference in the success of my company. ,740 
I am more productive in my work place than usual. ,666 
My work performance is influential on the profitability of my company. ,630 
N 308 
Explanatory Factors (%): 67,690 
Kaiser-Meyer-Olkin Value: ,954 
Bartlett Value: ,000 
Approximate Chi-Square Value: 3311,143 
 
 Our first hypothesis is supported with the difference analyses statistically significant with 0,01 in between the 
variables  (Graph 1). 
 
Graph 1: The Difference Between Private-Public Sectors  
 
Grafik 1: Kamu ile Özel Sektör Ayrımına Göre Değişkenler Arasındaki Farklar 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 According to Pearson's correlation coefficients, our second hypothesis is also supported (Table 3). A high positive 
correlation was found between OHS, QM, KM, LI, role performance, extra role performance and organizational 
effectiveness.  
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Table 3: Correlations Between Variables, Variable Averages, Standard Deviations and Their Relationships 
Variables Mean St. Dev. 1 2 3 4 5 6 
1. OHS 3,85 1,45       
2. QM 4,00 1,27 ,78***      
3. KM 3,95 1,18 ,69*** ,77***     
4. LI 4,62 ,89 ,50*** ,52*** ,60***    
5. Role Performance 4,57 ,93 ,37*** ,41*** ,46*** ,74***   
6. Extra Role Performance 4,43 1,10 ,40*** ,42*** ,48*** ,77*** ,79***  
7. Org. Effectiveness 3,72 1,19 ,68*** ,72*** ,76*** ,54*** ,51*** ,55*** 
all correlations are significant at ***p< 0.001, n=569 
 
 Progressive intermediary variable tests towards the individual performance are performed with verification of 
different models with SPSS (Table 4 and 5).  
 
 OHS (model 1), QM (model 2) and KM (model 3) increase the effectiveness of LI. OHS (model 4), QM (model 5) 
and KM (model 6) also increase the organizational effectiveness. However, when the LI joins the analysis as an 
independent variable, the effect of OHS (model 7), QM (model 8), KM (model 9) is decreased for private sector. Our 
third hypothesis was partially supported (table 4). 
 
Table 4: Impact of OHS, QM, KM on Organizational Effectiveness and Multiple Regression Models created for 
LI as intermediate variable (*** p <0.00l, ** p <0.01, * p <0.05 significant value, standard errors in 
parentheses) 
 Dependent Variables 
LI Organizational Effectiveness 
Model 
01 
Model 
02 
Model 
03 
Model 
04 
Model 
05 
Model 
06 
Model 
07 
Model 
08 
Model 
09 
P
ub
lic
 S
ec
to
r 
OHS 
.265*** -.106 -.008 .597*** .117 .227** .546*** .134 .205* 
(.047) (.102) (.114) (.040) (.083) (.077) (.056) (.097) (.103) 
QM 
 .427*** -.123  .683*** .001  .697*** .064 
 (.114) (.170)  (.098) (.111)  (.117) (.155) 
KM 
  .569***   .702***   .731*** 
  (.115)   (.070)   (.113) 
LI 
      .189* .133 -.072 
      (.082) (.078) (.081) 
Adjusted R² .152 .169 .315 .459 .567 .700 .449 .604 .684 
F 31,309 16,587 20,333 220,343 160,177 169,118 67,462 75,602 65,933 
Significance .000 .000 .000 .000 .000 .000 .000 .000 .000 
N 170 154 127 260 244 217 164 148 121 
P
ri
va
te
 S
ec
to
r 
OHS 
.281*** .081 .078 .541*** .010 .020 .436*** .055 .046 
(.036) (.070) (.065) (.029) (.047) (.042) (.039) (.059) (.053) 
QM 
 .266** -.156  .684*** .279***  .534*** .251** 
 (.077) (.105)  (.053) (.068)  (.066) (.085) 
KM 
  .518***   .520***   .429*** 
  (.094)   (.060)   (.083) 
LI 
      .433*** .293*** .200** 
      (.073) (.066) (.063) 
Adjusted R² .248 .295 .387 .544 .709 .779 .629 .725 .781 
F 62,720 38,198 37,656 356,737 353,777 335,223 155,811 153,731 152,304 
Significance .000 .000 .000 .000 .000 .000 .000 .000 .000 
N 188 179 175 299 290 286 184 175 171 
***p < 0.001, **p < 0.01 ve *p < 0.05 significance level, standard errors in parantheses 
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 Respectively, OHS (model 10 and 14), QM (model 11 and 15), KM (model 12 and 16) and LI (model 13 and 17) 
increase the effectiveness of individual performance dimensions. In public sector, our fourth hypothesis was partially 
supported (table 5). 
Table 5: Impact of OHS, QM, KM on Individual Performance and Multiple Regression Models created for LI 
as intermediate variable (*** p <0.00l, ** p <0.01, * p <0.05 significant value, standard errors in parentheses) 
 Dependent Variables 
 Perceived Role Performance Extra Role Performance 
Model 
10 
Model 
11 
Model 
12 
Model 
13 
Model 
14 
Model 
15 
Model 
16 
Model 
17 
P
ub
lic
 S
ec
to
r 
OHS 
.141** -.125 -.188 -.234* .220** -.141 -.120 -.031 
(.053) (.115) (.127) (.092) (.063) (.140) (.147) (.095) 
QM 
 .329* -.043 .265  .404* -.327 -.035 
 (.130) (.177) (.137)  (.158) (.206) (.142) 
KM 
  .537*** -.133   .883*** .106 
  (.124) (.101)   (.145) (.104) 
LI 
   .880***    .811*** 
   (.072)    (.075) 
Adjusted R² .031 .052 .156 .609 .054 .057 .236 .705 
F 7,166 5,842 10,274 50,042 12,100 6,404 16,538 76,221 
Significance .008 .003 .000 .000 .001 .002 .000 .000 
N 195 179 152 127 195 179 152 127 
P
ri
va
te
 S
ec
to
r 
OHS 
.242*** .126 .131 .120* .291*** .155* .159* .152* 
(.035) (.069) (.069) (.057) (.039) (.078) (.079) (.066) 
QM 
 .174* -.042 -.002  .200* .037 .054 
 (.077) (.114) (.092)  (.087) (.129) (.105) 
KM 
  .257* -.100   .191 -.185 
  (.103) (.089)   (.118) (.102) 
LI 
   .670***    .771*** 
   (.067)    (.076) 
Adjusted R² .184 .224 .235 .504 .207 .242 .239 .512 
F 47,598 29,416 20,728 45,227 54,890 32,466 21,228 46,573 
Significance .000 .000 .000 .000 .000 .000 .000 .000 
N 207 198 194 175 207 198 194 175 
***p < 0.001, **p < 0.01 ve *p < 0.05 significance level, standard errors in parantheses 
 
3. Conclusion 
 Educational level which is undergraduate and graduate and the men have higher tendency for innovation in the 
general framework. Private sector practices and private sector employees’ perceptions about innovation are higher 
than public sector employees’ in Turkey. OHS, QM and KM of IIT have positive effects on employees’ LI motivation 
and performance. IIT have directly influence the organizational effectiveness and indirectly LI also has a mediating 
role in this process. But all these influences are less in public sector than private sector in Turkey. We suggest the 
public sector managers in Turkey, in order to increase their employees’ perceived role performance and encourage LI 
in their organizations; they should use IIT effectively, so they can increase their organizational effectivenss.  
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